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characteristics in this study. This study discovered that passion is internal and is enhanced or hindered by
external factors. The researcher has provided an objective definition of work-related passion.
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Abstract 
The purpose of this qualitative research study is to examine the topic of work-related 
passion. The first purpose of the study was to help individuals and organizations objectively 
define work-related passion. The second purpose was to discover examples and traits of work-
related passion in the sample group of individuals and organizations. The third purpose was to 
better understand the relationship of work-related passion to heightened energy, performance and 
dedication at work. 
This qualitative study involved face-to-face 60-minute interviews with 17 executive 
leve4 middle management level, front-line employees, and retirees of for-profit and not-for-
pro:fit organizations, educational institutions and government agencies. The interview responses 
were compiled and common themes were determined. The participants identified key passion 
characteristics in this study. This study discovered that passion is internal and is enhanced or 
hindered by external factors. The researcher has provided an objective definition of work-related 
passion. 
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OveT11iew of the problem 
Chapter 1 
Introduction 
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The message of passion is often heard through media venues and conveyed in messages 
such as ' find your passion, live your passion and pursue your passion.' However, an examination 
of the topic of "passion," lacks a clear definition and understanding relative to work-life. 
Webster (2000) defines passion as a "compelling emotion, a strong amorous feeling, a strong 
fondness, enthusiasm or desire for something" (p. 968). According to Chang (2001) passion is 
defined as ''the personal intensity or the underlying force that fuels our strongest emotions" (p. 
5). While these definitions shed light on the emotional quality associated with ''passion," there 
is a lack of emphasis on work-related passion and the observable behavior characteristics 
associated with it. 
The factors involved in job dissatisfaction, the amount of time spent at work, the impact 
of an engaged workforce, and the negative emotions associated with work.. provide a foundation 
for the exploration of the topic of work-related passion. Business Week (November, 2000) 
conducted a survey that highlighted a significant decrease in job satisfaction in the United States 
within the past five years. The rate of job satisfaction has decreased from 59% to 51 % over the 
past five years. Those with income levels above $50K showed the largest decline in job 
satisfaction dropping from 66.5% to 55.1 %. 
According to Silver (2000), by the time an individual reaches 70 years of age, a person 
has lived 25,500 days, or 613,200 hours. The 70 year old has worked approximately 80,000-
100,000 hours between the ages of 20-60. The amount of time spent at work is significant and 
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suggests the need for strong positive ties to the work experience to emerge to encourage 
motivation in work-life. 
The Gallup Organization estimates that 70% of all employees are disengaged and no 
longer give a ' hoot' about the company. Gallup estimates that disengaged workers cost United 
States businesses $300 billion per year in lost productivity (Johnson, 2004). 
The Work.life Report (2002) reported a study that identified the gap that exists between 
what people know they want, and the need to feel intensely positive about their work lives. The 
results concluded that many are not obtaining the desired emotional outcomes from their work. 
The study highlighted the findings that more than half of people's current emotions about work 
are negative and a third are intensely negative. The challenge is to identify key emotional factors 
that drive employees to a higher level of dedication to their work-life. 
Problem Statement 
There needs to be more research conducted on the topic of work-related passion. The 
lack of an objective, agreed-upon definition of work-related passion may contnbute to the 
deficiency of research on the topic and people' s confusion about the expression of heightened 
emotion and connection to work. The challenge for employers is in recognizing work-related 
passion characteristics and providing an avenue of expression that may contribute to employee 
motivation and leverage in an organization. 
Purpose 
There were three purposes to this qualitative research study. The first purpose was to help 
individuals and organizations objectively define work-related passion. The second purpose was 
to discover examples and traits of work-related passion in the sample group of individuals and 
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organizations. The third purpose was to better understand the relationship of work-related 
passion to heightened energy, performance and dedication at work. 
Significance of the Study 
This study is significant because it provided an understanding of work-related passion 
characteristics in individuals and organizational culture. The employees from the participating 
organizations have benefited by having an increased awareness of work-related passion 
behaviors of individuals and organizations. The participants have learned how to Leverage work-
related passion in the workplace. 
This study has provided Human Resource Development (HRD) professionals with a 
greater awareness of the impact of work-related passion in the areas of organizational 
development, employee recruitment and retention. HRD researchers will learn more about this 
emerging field and will have new venues for future research on the topic. 
Definitions 
The following terms are relevant to this study. They will be addressed in the Literature 
review section of this paper: 
I. Passion refers to the starting point from which purpose, vision, culture, strategy, 
policies, and practices emanates. There is an intense awareness of motivatio.n and 
commitment that is pursued with excellence (Chang, 2001). 
2. Engagement refers to the heightened emotional connection to a job and organization 
that goes beyond satisfaction (Gubman, 1998 & 2003). 
3. Big Five Factor Analysis refers to the stable, measurable traits in people. The traits 
represent attitudes, behaviors and feelings that are consistent over time and situations 
(McCre & Costa, 2002). 
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4. Motivational Systems Theory refers to a theory that highlights 24 human goals based 
on psychological and biological science. MST is directly related to goals, emotions, 
and a connection between personal agency beliefs and organizational values (Ford, 
1992, 1995). 
5. DISC Assessment refers to Marston's (1928) theory that all people behave along two 
axes with action tending to be active or passive. 
6. Flow refers heightened performance that transcends our normal limitations with an 
overwhelming energy (Csikszentmihalyi, 1997). 
Research Design Overview 
This qualitative research study investigated the traits and examples of work-related 
passion in the sample group of individuals and organizational cultures. The study delivered an 
objective definition of work-related passion. The research provided an understanding of the 
relationship between work-related passion to heightened energy, performance and dedication at 
work. 
This research study was conducted with 17 employees in for-profit organizations, not-
for-profit organizations, educational institutions, and retirees of government agencies. The 
research format consisted of one-to-one, 60-minute face-to-face interviews with executive level, 
middle management, front-line employees, and retirees within the respective organizations. 
Research Questions 
I) What is work-related passion? 
2) How does work-related passion manifest in the workplace? 
3) What impact does work-related passion have on attitudes toward work-life and performance? 
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Chapter 2 
Rev;ew of the Literature 
The purpose of this study was to help individuals and organiz.ations objectively define 
work-related passion. The second purpose of this study was to discover examples and traits of 
work-related passion in the sample group of individuals and organiz.ations. The third purpose 
was to better understand the relationship of work-related passion to heightened energy, 
performance, and dedication at work. This chapter provides a review of related concepts to 
work-related passion. The concepts of Workforce Engagement, Big Five Factor Analysis, 
Motivational Systems Theory, DISC Assessment, Flow and organiz.ational culture are addressed. 
The Concept of Passion 
There are few writers who have focused on the topic of passion. Peters (1997) work 
emerged in the 1980's with a message of excellence, motivation and inspiration. The ideas 
presented in his writings advocate the idea of passion. However, the topic of passion is never 
defined throughout his writings. Peters (1997) highlights passion in the context of demands: 
"obsession, enthusiasm, fixation, p-e-o-p-1-e, tell the truth, live your life out loud, "outta control" 
(p. 477-493). 
Overview of Passion 
Chang (2001) identifies the core pass10n of an organiz.ation and individual as the 
"starting point from which purpose, vision, culture, strategy, policies and practices emanates. 
There is an intense awareness of motivations and commitment that is pursued with excellence" 
(p.47). When the passion foundation is in place it becomes the defining force by which an 
individual and business is guided. 
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Passion Principles in Organizations 
According to Chang (2001) the Disney Corporation is grounded on the principles of 
')Jassion." "There is no room for laziness, no time to become discontent. Passion is the 
cornerstone of past accomplishments as well as the foundation of future achievements" (p. 220). 
Disney's core value is to exceed guest expectations, and to delight and surprise their customers. 
This philosophy is the key to fulfilling the passion principles that provide a higher level of 
customer service and establishes a deeper emotional connection. 
Naryana Murthy, CEO of Infosys Technologies, LTD, one of India's top employers, 
upholds the philosophy that ''Passion is the fuel that helps our people run this marathon of 
building a sustainable corporation and provides the energy and enthusiasm to be the best in 
whatever you do" (Baumruk, 2004 p.49). When the idea of passion flows from the top down, it 
empowers employees to initiate and take risks. 
Peters ( 1999) conducted a study that identified 50 top executives that communicated 
passion traits in their verbal statements. "What was clear with everyone we sat down with was 
that they were passionate about what they were doing. They loved to talk about it ... When 
passion gives way, that's when you know it's time for the person to move on" 
(p. 172). 
Workforce Engagement 
Engagement Defined 
Baumruk (2004) defines engagement as the energy, the passion, the fire in the belly that 
employees have for the job and employer. The essence of engagement is an emotfonal, 
intellectual commitment to an organization characterized by 'say, stay and strive.' The ' say' 
behavior is seen in consistent, positive words, one that advocates for the good of the organization 
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and others. The 'stay' behavior is an intense desire to be an active employee of the organization. 
The ' strive' behavior is to go above and beyond and maintain an orientation toward results. 
Intent listening, understanding, embrace, and the personalizing of company goals and values 
evidence engagement. Employees that exhibit an engaged state are more likely to maintain a 
connection to business, performance and leadership. In general, in the first two years of 
employment, the engagement level remains high. After two years, the level of engagement 
declines and increases again after 6-9 years of service when employees advance and are given 
more responsibility (Baumruk, 2004). 
Gubman & Gubman (1998 & 2003) make a case for passion through an examination of 
workforce engagement. They descn"be engagement as the "heightened emotional connection to a 
job and organization that goes beyond satisfaction" (p. 43). The research conducted was centered 
on the formula: "Engagement = W2 or Engagement = What you do x Where you work." The 
missing link in the formula is "passion." The researchers concluded the expansion of the formula 
needs to include "Passion = W3 or Passion = What you do x Where you work x Who you are" 
(p. 43). This is crucial when considering the underlying influences of attitude, commitment and 
performance at work. 
According to Gubman (2004) the engagement of a person becomes evident when the 
connection between individual skills fit the job. The more your work fits your skills and the 
more positive the environment in which you work, the more engaged you should be. 
Engagement is based on the fit with a job, company culture and purpose, leadership 
communication of values and quality of life in the workplace. The essence of engagement may 
not represent the highest levels of motivation people can feel and demonstrate in their work life. 
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The Engagement Formula 
Gubman (2004) emphasizes the 'what' and 'where' factors of the engagement formula. 
The 'what' factor is the work you enjoy performing that fits your personal skill level. The 
'where' factor is your individual 'like' of your boss, workplace culture, policies, culture, 
coworkers. and opportunity for development. Research points to the most important "where" 
factor is your immediate boss (Buckingham & Coffinan, 1999). The difference between 
engagement and passion is engagement is: a state of falling in and out of heightened emotional 
intensity based on external changes in the work environment. Passion characterizes a depth of 
commitment that endures over the long-tenn. 
Benefits of workforce engagement 
According to Thomas (2004) the Nationwide Insurance Corporation implemented an 
Engagement Program that resulted in a 19% profit increase since 2002 and a 21 % pre-tax profit 
increase. The results were based on on-going communication of company values and a positive 
two-way relationship between an employee and the organiz.ation. Both parties remained aware of 
their own and other's needs and supported each other to fulfill the needs. 
According to Hewitt Research (2004) double-digit companies tend to be more connected 
to the business, its performance and the leadership. The study found that 24% of Double Digit 
Growth Organizations are defined as an "exceptional place to work.'' In these organizations, 
employees verbally express positive statements. These organizations found strong feelings of 
fitting in. A total of 15% of all employees stated they feel they can be themselves at work, 14% 
expressed trust and mutual respect among colleagues, 11 % would not hesitate to recommend the 
company. 
Understanding Work-Related Passion 17 
The study concluded that in order for engagement to be evidenced the employee must 
demonstrate competence. This is a result of the training in the knowledge and skills to get the job 
done, understanding what is expected and the confidence in the leadership and their ability to 
execute a strategy with future implications. 
The Big flve Factor Analysis 
Gubman (2004) conducted research to determine who can feel passion. The ''Big Five" 
Factor Trait Analysis was developed based on the view that people have stable, measurable 
traits. Traits represent attitudes, behaviors and feelings that are consistent over time and 
situations. Of the 450 traits identified, the research concluded there are five factors that have 
emerged from "metaanalysis" (McCre & Costa, 2002). 
The "Big Five" Factor Traits are expressed as dimensions of personality. The five 
dimensions are extraversion vs. introversion; conscientiousness vs. undirectedness; 
agreeableness vs. antagonism; emotional stability vs. neuroticism and openness vs. closed to 
experience. Three levels of behavior were described for each dimension (Howard & Howard 
2001). 
Figure 1 represents the results of a study of 614 participants. The respondents identified 
someone they worked with that they would describe as passionate. The participants were asked 
to circle the description within each dimension that was most relevant to the identified person. 
The dimensions represent the adapted traits and the low-medium-high range represents the label 
within the dimension. 
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Figure 1. Big Five Workplace Dimensions of Personality 
Dimension Low Medium High 
Extraversion Introvert: Prefers to Ambivert: Moves Extravert: Wants to 
work alone in quiet easily from working work with others 
environments alone to working and participate in 
with others-too social activities 
much of either is not 
good 
Consolidation Flexible: Relaxed Balanced: Keeps Focused: 
(Conscientiousness) and somewhat work and personal Disciplined and 
unstructured about goals & demands in strong-willed about 
goal achievement equilibrium getting things done 
Accommodation Challenger: Negotiator: Adapter: Accepting 
(Agreeableness) Expresses self in a Manages both and deferential to 
strong, aggressive cooperation and others· viewpoints; 
manner; competition highly cooperative 
competitive about smoothly 
opinions 
Need for Stability Resilient: Does not Responsive: Reactive: Stressed 
(Neuroticism) experience much Bounces back from by change; shows 
stress; faces change stress quickly and tension and needs 
calmly & easily effectively time to recover 
Originality Preserver: Likes the Moderate: Adapts Explorer: Regularly 
(Openness) tried and true; often new ideas suggested seeks new and better 
a subject matter by others when ideas; likes variety 
expert there is evidence and innovation 
Source: Howard & Howard (2001) 
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Figure 2 represents the findings of the study. The findings are comprised of the 614 study 
participants. 
Figure 2. Big Five Workplace Dimensions of Personality Results 
Dimension Low Medium High 
Extraversion Introvert = 5% Ambivert = 35% Extravert = 59% 
Consolidation Flexible = 20% Balanced = 42% Focused = 38% 
Accommodation Challenger = 20% Negotiator = 55% Adapter = 25% 
Need for Stability Resilient = 41 % Responsive = 36% Reactive = 23% 
Originality Preserver = 19% Moderate = 42% Focused = 38% 
Source: Howard & Howard (2001) 
The findings of this research (Gubman 2004) suggest the assumption that passionate 
employees are either extravert or introvert is not exclusive. The research study concluded that 
passionate employees are relatively extraverted and viewed as ambiverts or able to move easily 
from working with others to working by themselves. Passionate employees tend to stay focused 
on the goal with some ability to balance personal need and ambition to accomplish results. 
The tendency for "passionate" people is to exhibit a variety of interpersonal styles with a 
balance of competition and cooperation. Passionate employees handle change well and maintain 
a calm disposition in the face of change. The data suggests that passion exists when heard in 
conversation or when experienced in social behavior. 
Toward a Motivated Workforce 
Motivation Systems Theory 
The development of the Motivational Systems Theory (MSn (Ford, 1992, 1995) is a 
theory that highlights 24 categories of human goals that individuals may strive to reach. The 
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emphasis of MST is the direct relationship between goals, emotions and a connection between 
personal agency beliefs and organizational values. 
The unique factor of MST is the inclusion of emotions as the energizing force to pursue 
goals and allow an individual to evaluate the reality of obtaining a goal. The goal of MST is to 
help employees reach higher levels of productivity. The two primary facets of MST are Desired 
Within-Person Consequences and Desired Person-Environment. Within these two primary 
focuses are three sub-categories. 
Figure 3. Taxonomy of Human Goals: Desired Within Person Consequences 
Desired Within Person Consequences 
Affective Goals 
Entertainment Experiencing excitement, avoiding boredom & stress 
T ranquility Feeling relaxed and at ease 
Happiness Experiencing joy, well-being; avoiding feelings of emotionaJ distress 
Physical well-being Feeling healthy, energetic; avoiding feelings of weakness or ill health 
Cognitive Goals 
Exploration Satisfying one's curiosity about personally meaningful events 
Understanding Gaining knowledge or making sense of something; avoiding confusion 
Intellectual creativity Engaging in activities involving original thinking or interesting ideas 
Positive self-eva luation Maintaining a sense of self-confidence or self-worth; avoiding guilt 
Subjective Organizational Goals 
Unity Experiencing a profound sense of connectedness, harmony or oneness 
with others; avoiding feelings of disunity or disorganization 
Transcendence Experiencing extraordinary states of functioning; avoiding feeling 
within boundaries of ordinary experience 
Source: Ford and Nichols 
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Figure 4. Taxonomy of Human Goals: Desired Within Environment Consequences 
Desired Within Environment Consequences 
Self-Assertive Social Relationship Goals 
Individuality 
Self-Determination 
Superiority 
Feeling unique, special or different; avoiding conformity with others 
Experiencing a sense of freedom to act and make choices; avoiding 
feeling of being pressured, coerced or constrained 
Comparing favorably to others in terms of success; avoiding comparisons 
with others 
Resource Acquisition Obtaining approval, support, assistance or advice; avoiding rejection 
Integrative Social Relationship Goals 
Belongingness 
Social Responsibility 
Equity 
Resource Provision 
Task Goals 
Mastery 
Task certainty 
Management 
Material gain 
Safety 
Building/maintaining attachments & sense of community; avoiding 
feelings of isolation 
Keeping commitments, conforming to moral & social rules; avoiding 
unethical or illegal conduct 
Promoting fa irness, justice or equality; avoiding unfair actions 
Giving approval, support, or assistance; avoiding selfish behavior 
Meeting a challenging standard of improvement; avoiding mediocrity 
Engaging in activities involving creativity; avoiding tasks without 
opportunity for creative action 
Maintaining order, organization or productivity; avoiding 
disorganiz.ation 
Increasing the amount of money or tangible goods; avoiding the loss 
of available money or material possessions 
Being unharmed, physically secure, free from risk; avoiding 
threatening or harmful circumstances 
Source: Ford and Nichols 
DISC Behavioral Styles 
"All people exhibit four behavioral factors in varying degrees of intensity" (W.M. 
Marston, 1928 p.5). William Moulton Marston was the originator of the DISC profile. The 
theory is respected and used today for assessment on a personal and professional level. The 
assessment helps fit people's natural behavior style with the right job. When people are placed in 
the right job, the passion characteristics are enhanced. ''People behave along two axes with 
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action tending to be active or passive depending on the individual perception of their 
environment as antagonistic or favorable" (Marston, 1928 p.5). 
Figure 5. DISC Behavioral Insights 
Taskffhinking 
Antagonistic 
Feelings/Relations 
Favorable 
Marston (1928) held that people learn a self-concept, which is in accord with one of the 
four factors. The four factors are comprised of "D I S C." A person will behave either actively 
or passively in varying degrees of intensity. The "D" behavior exhibits a Dominance that is 
motivated by challenge. A person with a dominant behavior tendency will remain focused on the 
results. The ''I" behavior is characterized by Influence. A person is motivated by contact and 
focused on the experience. The '4S" or Steadiness behavior is motivated by consistency. An 
individual with a predominant ''S" behavior stays focused on listening and understanding. The 
"C" behavior style is characterized by Compliance and focused on gathering data. 
The Concept of Flow at Work 
Csikszentmibalyi (1997) defines ' ilow'' as the heightened performance that transcends 
our normal limitations with an overwhelming energy. ''Flow occurs when a person perceives 
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that a situation contains high opportunities for action or challenge that are matched with the 
person's skills or own capacities to act" (p.40). Individuals who have experienced "flow" 
describe the experience as "It was like floating" and "I was carried on by the flow'' (p. 40). He 
found that a person who spends 80 % of their time at work in high-challenge anxiety, tense or 
worried, is four times more likely to experience physical illness and distress. The research (1997) 
found an average of 44% of time at work is spent in a state of "flow" and 20% in apathy or 
boredom. An optimal experience is achieved when an individual pursues attainable, challenging 
goals. 
According to Csikszentmihalyi ( 1997) the attitude toward work is a paradoxical situation. 
When people feel skillful and challenged on the job, they feel happier, stronger, creative and 
more satisfied. In free time, people generally feel there is not much to do and their skills are not 
being used. Therefore, they tend to feel sad, weak, dull, and dissatisfied. However, most people 
would like to work less and spend more time in leisure. 
An Experience Sampling Method study was conducted by Csikszentmihalyi to determine 
if people reported more instances of flow at work or in leisure. The study was done among 100 
full-time workers who wore a pager that beeped in response to signals sent. Respondents would 
record what they were doing and how they felt at the moment they were signaled. Each 
respondent reported challenges at the moment and how many skills they felt they were utilizing. 
The study found that 33% of respondents were in flow or above the mean personal weekly level 
of challenges. The results found that people in flow felt strong, active, creative, concentrated and 
motivated (Csikszentmihalyi 1997). 
Csikszentmihalyi (1997) reported respondents experienced 54% of the time in flow at 
work, the rest of the time gossiping, engaged in personal business and daydreaming. A total of 
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18% of time in flow was spent in leisure activities such as reading a book, watching TV or going 
out to eat. The results found that managers and supervisors spent 64% in a state of flow, clerical 
employees spent 51 % of their time, and blue-collar workers spent 47 %. In leisure activities 
blue-collar workers spent 20 % of their time in flow in leisure, clerical workers spent 16% and 
managers reported 15% of their leisure time in a state of flow (p. 135). 
Emotional Ties to Work 
Gang & Gang (2002) conducted Emotion Based Methodology research among a 
randomly selected group of 1, 100 employees. The study found that without strong positive ties to 
the work experience, employees have minimal incentive to go 'above and beyond' the required 
duties or consistently deliver with top performance. The results showed that the senior 
executives underestimated the importance of the role of professional development opportunities, 
challenging work, reward and recognition in shaping positive emotion toward work. 
Employees know what they want and need to feel intensely positive about their work, but 
unfortunately many are not getting it (Worklife Report, 2002). More than half of people's current 
emotions toward work are negative and a third are intensely negative. The negativity factors are 
attributed to excessive workload, concerns about management's ability to lead the company 
successfully, lack of challenge in their work, and insufficient recognition for individual 
contribution. The report (2002) indicated that among workers in the United States 28% are 
looking for new jobs and are ready to leave when a new opportunity presents itself. Of the 
positive workers identified, 6% are looking for a new job and are poised to leave. 
Employer Focus 
According to the Work.life Report (2002) employee emotional investment would shift 
dramatically if a company could deliver on the elements of the work experience critical to strong 
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positive emotion. Employee confidence, competence, control and community are the traits that 
prompt precise level of dedication and commitment. The first step for any employer is to identify 
what emotional triggers are driving their employees. "Creating a positive work environment is 
well within reach and is largely about reshaping the work experience into something meaningful 
and personally satisfying for employees" (p. 7). 
The Impact of Culture on Building a Passion-Based Organization 
"Organizational culture is a key factor influencing human performance. It is a relatively 
enduring set of basic assumptions about what works, what matters and what goaJs are worth 
achieving. It develops over time and is preserved through institutional memory and individual 
socialization" (Rothwell p. 264). Goffee & Jones (1998) highlight the cultural response to an 
environment when leaders, products, competitors and whole industries change. The effectiveness 
of the environmental change is related to the sociability and solidarity of the organization and 
employees. 
The sociability of the group is the measure of friendliness among members of a 
community. It is increasingly recognized that the nature of relationships within the organization, 
the way people act toward each other is the social capital of the organization and is what matters 
the most. The solidarity of the group is not based so much on the heart as it is in the mind. The 
common tasks, mutual interests, and shared goals of the group are the focus. 
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Chapter 3 
Methodology 
The purpose of this study was to help individuals and organizations objectively define 
work-related passion. The second purpose of this study was to discover examples and traits of 
work-related passion in the sample group of individuals and organizations. The third purpose 
was to better tmderstand the relationship of work-related passion to heightened energy, 
performance and dedication at work. This chapter details the methodology used to conduct this 
study. The site, sample, data collection method, interview questions, content analysis techniques, 
and limitations and delimitations of the study are presented. 
Site and Sample 
This research study was conducted with employees in the executive level. middle 
management, front-line level, and retirees from local for-profit organizations, not-for-profit 
organizations, educational institutions, and government agencies. 
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Figure 6. Research Study Site and Sample 
Sample Site 
Interview 1 : President Telecommunications Company 
Interview 2: Vice President Human Resources Telecommunications Company 
Interview 3: Project Manager High-Tech Manufacturing Company 
Interview 4: Former Manager Manufacturing Company 
Interview 5: Paralegal Law Firm 
Interview 6: Paralegal Law Firm 
Interview 7: Paralegal Law Firm 
interview 8: Director of Training Not-For-Profit Organization serving people 
with disabilities 
Interview 9: Social Worker Not-For-Profit Organization serving youth 
Interview 10: Employment Solutions Not-For-Profit Organization serving people 
Coordinator with medical disabilities 
Interview 11: Community Educator Not-For-Profit Organization serving people 
with medical disabilities 
Interview 12: Principal Local suburban elementary school 
Interview 13: Enrichment Specialist Local suburban elementary school 
Interview 14: Retired Art Teacher Local suburban high school 
Interview 15: Retired Police Lieutenant Local City Police Department 
Interview 16: Retired Police Sergeant Local City Police Department 
Interview 17: Retired United States Postal Local city and suburban stations 
Customer Service Employee 
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Data Collection Methods 
Benefits of Qualitative Research 
This study was approached from a qualitative perspective. The research on work-related 
passion is limited. In order to gather information most effectively for this type of study, it was 
necessary to provide respondents the opportunity to reflect and expand their answers through 
open-ended questions. This qualitative research approach was the most effective for identifying 
traits and examples of work-related passion behaviors in individuals. This study was interested in 
the perspective of respondents who are focused on the experience. The emphasis of the 
quantitative approach is on the expertise of the researcher. 
Qualitative Approach 
According to Weiss (1994) the risks to respondents in qualitative interviewing are not 
usually significant. A semi-structured interview was conducted to gather information from 
participants. The same lead questions were asked of all respondents. The researcher exercised 
discretion in probing for additional information when appropriate. 
Interview Format 
The interview format consisted of one-to-one, 60-minute face-to-face interviews. The 
determination to interview employees at executive leve~ middle-management level and front-
line employees within for-profit organiz.ations, Not-For-Profit organizations, educational 
institutions, paralegals and retired government workers was to gain a better understanding of the 
traits and commonalities of work-related passion among a variety of employees. There was 
minimal or no indication if the participants were passionate about their work prior to the 
interview. 
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Interview Questions 
The interview questions were comprised of open-ended questions that describe who you 
are, what you do and where you work. The same lead questions were asked of all respondents. 
The interviewer exercised discretion and asked additional questions to probe for additional 
information. The interview responses were collected and documented on an interview worksheet 
for each participant. The participating organizations, study participants and their responses will 
remain anonymous. 
The researcher began each interview with the fonnat that included three sections: who 
you are, what you do and where you work. 
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Section 1: Who You Are 
I'm going to say 8 sets of 4 words. In each set. I'd like you to pick the one word that you feel 
most describes you. Each row will be read across as one set of 4 words. 
Risk Taker Enthusiastic Stable Fact-Finder 
Forceful Sociable Amiable High Standards 
Adventuresome Gregarious Loyal Analytical 
Decisi\·e Influential Relaxed Courteous 
CompetitiYe Confident Patient Diplomatic 
Direct Generous Team Accurate 
Player 
Daring Persuasive Good Conscientious 
Listener 
Self-Assured Trusting Sincere Systematic 
(Adapted from the DISC Profile) 
a) What motivates you in life and what motivates your attitude toward work? 
b) How do you maintain motivation and a positive attitude at work when you get frustrated or 
burned out? 
c) To what do you attribute as the most significant factor of who you are today? 
i.e. family, upbringing, career, mentor, belief system, friend, other 
Section 2: What You Do 
a) What is your current job? 
b) What would be your ideal job? 
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c) Is that what you're doing now? 
d) What is the best part of your job? 
e) How do you get yourself through the worst part(s) of your job? 
f) How do you feel about your job? 
g) What would make bring you closer to your ideal job? 
Section 3: Where You Work 
a) What is the best thing about your workplace environment? 
b) If you could change one thing about your workplace environment, what would it be? 
c) What does your manager do to help encourage/support you? 
Describing workplace passion behaviorally 
a) Do you think your peers feel the same way you feel about your job? 
b) Do any of your peers feel more enthusiastic than you do? How do you know they feel that 
way? How do they demonstrate it? 
c) Do any of your peers feel less enthusiastic than you do? How do you know they feel that 
way? How do they demonstrate it? 
d) Are there any people in your workplace who you would descnbe as passionate? (self, 
peers, subordinates, or managers/leaders). Please provide examples. 
e) What do they do differently than others to make you think they are Passionate? 
Organizational Focus 
a) How do you think Passionate People affect your organization? 
b) How do you identify a passionate person in the workplace? 
c) How do you define workplace passion? 
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Content Analysis Techniques 
According to Weiss (1994) the most frequent social science approach to presenting the 
findings of a qualitative interview study is to describe what bas been learned from all 
respondents. This study is comprised of a data analysis that was done through a theme analysis 
of each participant's responses. The responses were recorded and the primary words and themes 
were extracted from the answers. 
The analysis is based on the engagement formula (Gubman 2001) who you are x what 
you do x where you work. "Who you are" includes information on the DISC Assessment, title, 
level of employee, self-motivation factors, "what you do," "where you work" and specific 
passion characteristics in self and others, organizational culture and how each study participant 
defines work-related passion. 
Limitations and Delimitations of this Study 
Limitations include the weaknesses and gaps in a research study. Delimitations refer to 
how the study was narrowed to close the gaps and strengthen the study. 
Limitations 
There are three limitations inherent in this study. The first limitation was the potential 
misinterpretation of the word "passion." The topic of work-related passion has limited research 
and lacks an objective definition. The second limitation was the time issue. The face-to-face, 60-
minute interviews were limiting in the time for the respondents to reflect and provide an answer. 
The third limitation was the potential trust issue and the risk of the consequence of the time-
limited nature of the interviewing relationship (Weiss, 1994). There was also minimal 
observation time to see how the individuals carried out their daily responsibilities and interaction 
with co-workers. 
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Delimitations 
There are two delimitations in this study. The first delimitation was to narrow the study 
by selecting one person from the executive level, middle-management level, and the front-line 
level within each organization. The second delimitation to close the study gaps was to provide a 
qualitative interview with open-ended questions for participants to reflect and extend their 
answers. 
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Chapter4 
Results and Implications 
This chapter presents the results of the theme analysis of this research study. The purpose 
of this study was to help individuals and organizations objectively define work-related passion. 
The second purpose of this study was to discover examples and traits of work-related passion in 
the sample group of individuals and organizations. The third purpose was to better understand 
the relationship of work-related passion to heightened energy, performance and dedication at 
work. This chapter presents the findings of the study based on the interviews within each 
organization. Themes of each response are highlighted and presented. The highlights of passion-
characteristics identified by each participant are presented as well. 
Overview of the Study Results 
The study consisted of I 7 participants who are employed at the executive level, middle 
management level and front-line level within for-profit and not-for-profit organizations, 
educational institutions, and retirees of government agencies. The same lead questions were 
asked of each participant. The questions were categorized by who you are, what you do and 
where you work. The findings are presented according to key traits extracted from the answers 
given by each respondent. 
Interview Responses of For-Profit Employees 
Figure 7 presents the interview responses given by four of the seven members within for-
profit organizations. The representative organizations include a telecommunications company 
and manufacturing organizations. The interview was conducted on-site in each of the 
organiz.ations. The fourth interview was conducted via the Internet. 
Understanding Work-Related Passion 35 
The highlights emphasize the interview questions according to who they are, what they 
do and where they work. The information provided in the who you are section includes the 
dominant DISC behavior styles of the group, the individual motivations, and the root of who 
they are. The positive factors, negative factors and level of support are presented in the where 
you work section of the chart. 
The employees of the for-profit organizations had a natural DISC behavior style of 
Dominant and Steadiness. The respondents were motivated by self-development and self-
expectations. The root of who they are is family. The most positive factor of what they do is the 
people. The people and communication among employees and within the organization are the 
most important facets of where they work. All stated that they would like to see the complaints 
of others minimized. 
Implications for For-Profit Employees 
There are six implications that stand out for employees within for-profit organizations. 
The desire to advance the business should be a primary focus in the for-profit sector. The 
importance of body language communication is a strong indicator of what a person is saying. 
The focus of self-development and self-evaluation are important factors toward sustained energy 
and devotion. The value of a balanced fiunily and work-life will help enhance motivation. It is 
important to maintain a sense of humor. The primary focus needs to be on the business results. 
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Figure 7. Interview Responses of For-Profit Employees 
Who You Are: What You Do: Where You Work: 
Level Self-Motivation Factors: Workplace Environment: 
Title What Motivates Positive Factors 
DISC Behavior Style Maintain Attitude Negative Factors 
Root Level of Support 
Participant I " Like what I do" Proactive Role 
Executive Unleash results by working with others Need for economy to improve in 
Company President Manage self expectations, New York, Need for more focus on 
DISC: Dominant Accountability/Responsibility human development 
Root: Family/Self-Assessment Lmpatient with mistakes: 
" I -mistake, 2-coincidence, 3-trend" 
High level management support & 
verbal encourae:ement 
Participant 2 Make a Difference People & relaxed environment 
Mid-Management Influence people through outcomes Complaints 
Vice President Human Coaching around changes High level management support 
Resources Sense of humor with balanced perspective 
D£SC: Steadiness Root: Upbringing/Husband 
Participant 3 Driven to succeed People/team orientation 
Mid-Management "Never give up" Need for increased medical benefits 
Project Manager Be the best you can be High level management verbal 
DISC: Shared respect, knowledge, goals, unselfish support & recognition with consistent 
Steadiness/Compliance nature messages 
Reality motivates attitude 
Maintain credibility 
Root: Upbringing 
Participant 4 Self-development, diversity in other people Communication 
Mid-Management Do creative things you love Complaints, poor communication 
Former Manager, current Job contribution in a Low quality work 
student collaborative/cooperative culture 
DISC not identified Root: Family 
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Interview Responses for Paralegal Employees 
Figure 8 represents the responses of the paralegal employees. The respondents are current 
employees in a Corporate Litigation capacity. The respondents' natural DISC behavior style is 
Influence and Compliance. People and self-achievement motivate the three participants. The root 
of who they are is family and belief in God. The respondents find the business law projects and 
helping the clients the most positive factor of what they do. The participants would like to 
decrease negativity, experience increased communication between the attorneys and secretaries, 
and change the mindset of temporary employees. 
Implications for Paralegal Employees 
There are three implications for paralegal employees. The importance of mentors is 
beneficial for new and future paralegals. Two of the respondents mentioned the attorneys that 
functioned as mentors. The paralegal creates the foundation for the attorney. Communication is 
an important factor to create success. The opportunity for projects should be present. 
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Figure 8. Interview Responses of Paralegal Employees 
Who You Are: What You Do: Where You Work: 
Level Self-Motivation Factors: Workplace Environment: 
Title What Motivates Positive Factors 
DISC Behavior Style Maintain Attitude Negative Factors 
Root Level of Support 
Participant 5 People motivation People who are willing to teach 
Mid-Management Opportunities through people Negativity affects actions, money 
Corporate Litigation 'Not about me' focus, out for self 
Paralegal Able to help clients High level of management support 
DISC: Influence D iplomacy 
Maintain composure 
Root: Family, peers, mentors 
Participant 6 Self-motivation Respect 
Front-Line Complete tasks- maintain motivation Need for more communication 
Corporate Paralegal Projects-business law between attorneys and secretaries 
DISC: Root: Belief in God & relationships MinimaJ management support 
Influence & Compliance 
Participant 7 Drive to succeed, Self-achievement People 
Front-Line Think positive to maintain attitude Temporary mindset of some 
Corporate Paralegal Projects-business Law employees-don' t work as hard 
DISC: Root: Family, belief system High level management support 
Influence & Compliance 
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Interview Responses of Not-For-Profit Employees 
Figure 9 refers to the employees of the not-for-profit organization. The not-for-profit 
organizations included human service agencies that serve the medically and mentally challenged and the 
youth population in our community. The natural DISC behavior style of the respondents is Influence and 
Steadiness. The individuals were motivated by family, results and helping the community they serve. The 
root of who they are is parents, mother and upbringing. Each participant stated that relationships, meeting 
people and community presentations were the most important factors in what they do. The caring, 
autonomous family atmosphere is the best thing about where they work. All would like to eliminate 
complaints, the negativit} and the 'I don' t care attitude. ' 
Implications for Not-For-Profit Employees 
The individual attitude is the most significant implication for Not-For-Profit employees. The 
ability to see the big picture and stay focused on the population served is important to sustain long-term 
motivation. The vision and mission help the individual persevere when change does not happen 
immediately. Communication is the key to success. 
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Figure 9. Interview Responses of Not-For-Profit Employees 
Who You Are: What You Do: Where You Work 
Level Self-Motivation Factors: Workplace Environment: 
Title What Motivates Positive Factors 
DISC Behavior Style Maintain Attitude Negative Factors 
Root Level of Support 
Participant 8: Motivated by teaching Autonomy, leadership empowerment 
Mid-Management Design, delivery, group facilitation lnstitutional abnosphere, negative 
Director of Training Maintain: Provide a good home life energy, focus on the little things 
DISC: ' Let it go or talk it out' High level support 
Influence & Steadiness Root: Mother, Professor-mentor 
Participant 9: " Privileged to make a difference" Supportive people 
Mid-Management Motivated by peers/supervisor feedback Reduce bureaucracy, complaints, 
Social Worker Opportunity to meet people & present non-verbal & verbal frustrations 
DISC: influence positive change options High level management support with 
Root: Mother, Catholic upbringing with loyalty and flexibility 
themes of forgiveness, honesty & care for 
others 
Participant l 0: Family, self-success, focus on 'Like a family'-small organization 
Mid-Management end-results amidst growth 
Employment Solutions Relationships with staff members More time to accomplish 
Coordinator Social and work decisions mission/vision for the people served 
DISC: Root: Parents Eliminate the ' I don' t care attitude' 
Influence & Steadiness High level management support& 
acknowledgemen1 
Participant 11 : Family, self-invoJvement Caring people in a relaxed 
Front-Line Focus on the big picture: ' here to help environment, flexible environment 
Community Educator people' U nderstanding about family needs 
DISC: Steadiness Community presentations Currendy in a one-person department 
Root: Parents Decrease complaints & negative 
body language 
High level management support 
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Interview Responses of Educational Institution Employees 
Figure l 0 represents the responses of employees in the field of education. The 
respondents are current employees and a former teacher of suburban school districts. The 
respondents' DISC style is Dominant and Compliance. Learning and making a contribution 
motivate the three participants. The root of who they are is family and father. The respondents' 
find creating a culture of change and ta.Icing risks the most important aspect of what they do. The 
participants enjoy mentoring others and co-teaching and would like to eliminate the bad 
attitudes. The one negative statement related to where you work is: 'I don't have to stay in this 
job.' 
Implications for Educational Institution Employees 
The most important implication within for the education field is the opportunity to be 
present to create something new. The potential impact of projects may serve to enhance cohesion 
among teachers and administrators. Teachers should gain support among peers and 
administration early in their career to encourage sustained commitment and productivity. The 
verbal acknowledgement of the administrators will exb.tbit the key encouragement teacher's 
desire. 
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Figure I 0. Interview Responses of Educational Institution Employees 
Who Yoo Are: What Yoo Do: Where You Work: 
Level Self-Motivation Factors: Workplace Environment: 
Title What Motivates Positive Factors 
DISC Behavior Style Maintain Attitude Negative Factors 
Root Level of Support 
Participant 12 Driven Create CuJture oflmpact 
Executive Form a Team Readiness for change, Rekindle spark 
Principal Mentor other Principals, Coaching in self 
DISC: Domfoant Root: Father Bad attitudes 
High level management support with 
verbal encouragement 
Partic ipant 13 Contribution Allowed to take risks 
Enrichment Specialist Make a Difference Need more time to plan 
Mid-Management Co-Teaching, creating new lessons Others dwell on negatives 
DISC: Conscientious Root: Family High level management support with 
verbal acknowledgement 
Participant 14 Curiosity 'Don' t have to stay in job' 
Retired Art Teacher Study/Learn something new No management advocacy or support 
Root: Family "Not safe to be safe" 
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Interview Responses of Government Agency Employees 
Figure 11 represents the responses of retired employees from government agencies. The 
two former City Police Officers and one United States Postal Service Customer Service 
Employee participated in this study. The respondents' DISC style is Dominant and Steadiness. 
The three participants are motivated by self-evaluation, impact of experiences, and faith in 
God. The root of who they are is family, upbringing, grandmother and aunt. 
The former Police Officers loved their jobs. The former US Postal employee indicated 
the job was 'just a paycheck.' The participants highlighted the security and adventure of Police 
work. The former Officers expressed the depth of knowing all decisions may have meant life 
or death. 
The Postal worker made the choice not to focus on external constraints and deliver the 
best quality customer service possible. The respondents referred to the negative factors of their 
workplace environment and other employees in tenns of the exterior front vs. the interior need 
to acknowledge others and going above and beyond the call of duty. All referred to the lack of 
management support and the 'survival of the fittest. ' 
Implications for Government Agency Employees 
The primary implication is the need to maintain compassion throughout every facet of 
the career to serve the needs of the people more effectively. The ability to remain teachable, to 
do what you love and maintain self-awareness and evaluation are significant in maintaining 
passion after the job is finished. 
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Figure 11. Inten1iew Responses of Government Agency Retirees 
Who You Are: What You Do: Where You Work: 
Level Self-Motivation Factors: Workplace Environment: 
T itle What Motivates Positive Factors 
DISC Behavior Style Maintain Attitude Negative Factors 
Root Level of Support 
Participant 15 Upbringing, responsibility Security, fami ly, adventure 
Mid-Management 'Not handed everything' Job didn' t pay well at that time 
Retired Police Lieutenant Knowing right vs. wrong Others looked good on exterior, 
DISC: Dominant Self-motivation lacked acknowledgement of others, 
Loved the job, made a wiser, realistic with minimal risk taking 
human being, made smarter through Minimal management support 
experiences 
Gained more understanding & compassion 
Root: Family 
Participant 16 Upbringing in poverty Depth of knowing what you were 
Mid-Management Self-esteem, self-tra ining doing meant Life or death 
Retired Police Officer Self-evaluation Lacked reasonable salary at that time 
DISC: Steadiness Loved the job, enjoyed t he people, Officers, Survival of the fittest-often worked 
Set the example alone 
Teaching others Lacked involvement of some 
Sense of adventure Exterior looked good, never went 
Impact of Experiences above and beyond 
Root: Upbringing Minimal management support 
Participant I 7 Faith in God Made the choice to not focus on 
Front-line 'Put things out of mind-don' t dwell' external atmosphere 
Retired Postal Service Overall, job was just a paycheck Needs to be more acknowledgement 
Customer Service Employee Made choice to deliver good customer of employees by supervisors 
DISC: Steadiness seTVlce Positions given by merit 
Root: Grandmother, aunt: Mentors Workers treated equally 
Complaints & backstabbing 
Rare management support 
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Organizational Focus 
The fina1 portion of the interview questions focused on observable passion characteristics 
m self, others, and organizational culture. Each table represents the respondent's answers 
according to their experiences and observations. The last column in Figure 12 refers to each 
respondent's definition of work-related passion. 
Interview Responses of For-Profit Employees 
Figure 12 represents the interview responses of for-profit employees. The highlights of 
the work-related passion characteristics identified by this group of employees are referenced. 
The group identified the passion characteristics and contnbutions as: body language 
communication, accountability, contentment in current place, give up time freely, vision and 
direction, motivation for business vs. personal profile, and indebted to the organization. 
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Figure 12. Interview Responses of For-Profit Employees 
Level of Employee Passionate Employee Organizational Work-related 
Characteristics and Culture Passion Defined 
Contribution Influence on Work-
related Passion 
Participant 1 Show positive emotion, Semi-formal culture "Just have it, fired up, 
Executive: President show you care Encourages relaxed want to be at work. 
Body language atmosphere with balance Choice focused vs. 
communication between work and accomplishes goals & 
Family values up power family life tasks. Management of 
Purposeful behavior Interpersonal connection emotions." 
Accountability between employees and 
Choice Focused management 
Have direction 
Get the vision: look for 
ideas 
Fit right people to right 
position 
Participant 2 Motivated toward results Relaxed, informal " Persistent desire to 
Mid-Management: Keen Focus culture effectively advance the 
Vice President Human Indebted to the 'No one is too driven- business." 
Resources organiz.ation culture does not allow it' 
"Never give up" Balanced family and 
Action-oriented work life 
Take Initiative 
Motivation for business 
vs. personal profile 
Participant 3 Determination through Semi-formal culture "The feeling that where 
Mid-Management: observation of others Benefits: flextime you work is your 
Project Manager Being content in current Family focus company-you own it. 
state Interpersonal exchange Ownership is linked to 
Lack of focus on self is always professional the bottom-line success 
Values among co-workers of the company. One 
Willingness to share appreciates being a part 
information with others of the company." 
Give up time freely 
Teamwork 
Communicate willingly 
Participant 4 Ability to multi-task Not applicable "Caring about 
Mid-Management: Solution-oriented company outcomes, 
Fonner manager, High energy level with high standards as 
current student Vision and direction if they are a reflection 
Behavior & language of yourself." 
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Interview Responses of Paralegal Employees 
Figure 13 represents the passion characteristics and contributions of the paralegals 
perceptions of themselves and others. The passion characteristics include go above and beyond, 
without complaints, smiling face, more vocal, education of others, 'go the extra mile,' don't 
allow mishaps to govern life, and right perspective. 
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Figure 13. lnteT"View Responses of Paralegal Employees 
Level of Employee Passionate Employee Organizational Work-related 
Characteristics and Culture Passion Defined 
Contribution Influence on Work-
related Passion 
Participant 5 Desire to do the best Formal culture "Love of a job, 
Mid-Management: job Encourage paralegal striving to be the best 
Corporate Litigation Desire to grow advancement & person you can be. 
Paralegal More vocal-truly credibility of Willingness to learn 
care about what they paralegals new things & about 
do other people. Energy, 
'Go above and enjoyment, love of 
beyond' lifc ,, e. 
Participant 6 Positive outlook Semi-fonnal culture "Enjoying every 
Front-Line: Educate others Has a mentor that is an aspect of your job. 
Corporate Paralegal Job is important and attorney Looking forward to 
what they do going to work. Taking 
Don' t allow mishaps initiative for change in 
to govern lives the workplace." 
Right perspective 
Participant 7 Honest & Dedicated Semi-formal culture "A place that is 
Front-Line: Hard-working- more Pleasant environment respectful, pleasant 
Corporate Paralegal productive Has a mentor that and enjoyable, filled 
Committed & Devoted encourages growth with opportunity for 
Go the extra mile and development openness, 
Don' t complain--get communication and 
the job done support." 
Good attitude 
Smiling faces 
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Interview Responses of Not-For-Profit Employees 
Figure 14 represents the interview responses of the not-for-profit employees. The passion 
characteristics and contributions that were identified are: dialogue in groups, see the big picture, 
live the mission, caring and interested attitude, inspire others, make it a better place to be, focus 
and work from strengths, and serve as an advocate. 
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Figure 14. Interview Responses of Not-For-Profit Employees 
Level of Employee Passionate Employee Organizational Work-related 
Characteristics Culture Influence on Passion Defined 
and Contribution Work-related 
Passion 
Participant 8 More connected, more Informal culture "Something that occurs 
Mid-Management dialogue in groups Able to add personal in somebody when they 
Director of Training 'See the big picture' touch to make the are playing to their 
Live the mission atmosphere more strengths when both 
Eager & Positive comfortable competence and 
Verbal/non-verbal personality traits 
language converge, then the 
strength emerge." 
Participant 9 Positive expression & Informal culture "A love of what you' re 
Mid-Management attitude in the short and Opportunity to express doing. A belief in the 
Social Worker long term self to bring positive agency mission 
More hopeful that a real change to organization exhibiting a real care 
change can occur and population served and the importance of 
Focus on & work from carrying out the 
strengths mission." 
Participant 10 Caring for the job and Informal culture "Up to the individual to 
Mid-Management others Friendly, easy-going define workplace 
Employment Solutions Advocates atmosphere passion. Has to be 
Coordinator TrickJedown affect from Vision & Mission positive, negativity and 
management attitude to displayed to remind passion don't mix." 
employees employees of agency 
Enthusiasm purpose and clients 
Body Language-hold served 
head up Pictures of clients 
served to inspire 
mfasion 
Participant 11 Caring & interested Informal culture " When people are 
Front-line attitude Friendly a tmosphere involved in what they 
Community Educator Desire to learn/grow Flexible are doing and really 
Inspire others Balanced family & believe in what they' re 
'Go after things' work life doing." 
'Make it a better place 
to be 
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Interview Responses of Employees of Educational Institutions 
Figure 15 represents the interview responses of the employees of educational 
institutions. The passion characteristics unique to these employees are: honesty with self and 
others, gatekeeper of the vision, loyalty, initiative, purposeful behavior, action orientation, and 
willingness to work. 
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Figure 15. Interview Responses of Educational Institution Employees 
Level of Employee Passionate Employee Organizational Work-related 
Characteristics Culture Influence on Passion Defined 
and Contribution Work-related 
Passion 
Participant 12 Honest with self/others Informal Culture "Love what you do & 
Executive: Principal Gatekeeper of the vision Major impact culture making a difference" 
Willingness to give up power Given the opportunity to 
Purposeful behavior create expectations and 
Loyalty culture 
Quality Work 
Compassion 
Participant 13 Initiate I nformaJ Culture " How we cao do it 
M iddle-Managemeot: Take on challenges Promotes risk taking attitude vs. Do we have 
Enrichment Specialist Share enthusiasm and initiatives to do it? 
Action Oriented Communication of 
New Initiatives successes and failures 
Participant l 4 Right ideas Informal Culture ''Loving what you do" 
Front-Line: Retired Willingness to work Passion hindered 
Teacher ·Learn something to put into use through organizational 
without harming others' politics and favoritism 
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Interview Responses of Retired Government Agency Workers 
Figure 16 represents the passion characteristics and contributions as described by the 
three retired government agency employees. The highlights of the passion characteristics and 
contributions documented in the figure below are: communication, coordination and cooperation, 
compassion, perseverance, teachable, easy-going attitude, and understanding. 
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Figure 16. Interview Responses of Government Employee Retirees 
Level of Employee Passionate Employee Organizational Work-related 
Characteristics and Culture Passion Defined 
Contribution Influence on Work-
related Passion 
Participant 15 Compassion, Necessary to know self ''People who work 
Mid-Management understanding well and be self- with have 
Retired Police Action-orientation motivated to survive compassion and 
Lieutenant Age/Experience level respect for others. 
Upbringing One who takes risks, 
not asking others to 
do what you 
wouldn't." 
Participant 16 Right approach "Know yourself and ''Need a lot of 
Mid-Management Perseverance your limitations" human compassion 
Retired Police Body language: whites and respect." 
Officer of the eyes, eye contact 
Compassion-people 
can identify in others 
Teachable 
Determination 
Communication, 
Cooperation and 
Coordination 
Participant 17 Easy-going attitude Only a paycheck "The opportunity to 
Front-line Verbal and non-verbal The job ran your life help or hurt 
Retired Postal behavior someone. Doing 
Service Worker Quality customer what you have to do 
service to accomplish a 
goal." 
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Key Study Findings 
There are six key findings in this study. The findings are based on passion traits and 
characteristics identified by the sample group .interviewed. The study supported these eight 
find.ings: 
1. Employees that exhibit passion characteristics are not predominantly one behavior 
style. 
2. Family and upbringing influenced all study participants. 
3. Most participants exhibited positive on-the-job behaviors despite negative 
experiences. 
4. The lack of management support bas not lead to the absence of passion behaviors. 
5. Passion is internal and is enhanced or hindered by external factors and 
organizational culture. 
6. Our behaviors and actions can have a significant impact over a period of time. 
Key Finding 1 
The first key finding of this study is employees that exhibit passion characteristics are not 
predominantly one behavior style. Throughout the course of the interview, the respondents were 
representative of all four DISC behavior styles: Dominant, Influence, Steadiness and 
Compliance. Figure 17 represents the DISC Behavior Styles of the 17 participants. 
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Figure 17. Participant DISC Behavior Styles 
Participant DISC Behavior Style 
Participant 1 : President Dominant 
Participant 2: Vice President of Human Steadiness 
Resources 
Participant 3: Project Manager Steadiness and Compliance 
Participant 4: Former Manager Influence 
Participant 5: ParaJegal Influence 
Participant 6: Paralegal Influence and Compliance 
Participant 7: Paralegal Influence and Compliance 
Participant 8: Director of Training Influence and Steadiness 
Participant 9: Social Worker Influence 
Participant 10: Employment Solutions Influence and Steadiness 
Coordinator 
Participant 11: Community Educator Steadiness 
Participant 12: Principal Dominant 
Participant 13: Enrichment Specialist Compliance 
Participant 14: Retired Art Teacher Influence 
Participant 15: Retired Police Lieutenant Dominant 
Participant 16: Retired Police Sergeant Steadiness 
Participant 17: Retired US Postal Customer Steadiness 
Service Employee 
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Key Finding 2 
Family and upbringing influenced all of the 17 study participants. The primary themes of 
family, upbringing, belief in God, and the themes of forgiveness, honesty and caring for others 
have impacted who the participants are today. Figure 18 refers to the responses given by the 
participants. 
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Figure 18. Participant Influence of Who You Are 
Participant Strongest Influence of Who You 
Are Today 
Participant I : Company President Family & Self-Assessment 
Participant 2: Vice President Human Upbringing & Husband 
Resources 
Participant 3: Prqject Manager Upbringing 
Participant 4: Former Manager, Family 
Current Student 
Participant 5: Director of T raining Mother 
Participant 6: Social Worker Mother, Catholic Upbringing 
Participant 7: Employment Solutions Parents 
Coordinator 
Participant 8: Community Educator Parents 
Participant 9: Principal Father 
Participant lO: Enrichment Specialist Family 
Participant 11: Retired Teacher Family 
Participant 12: Para lega l Family, peers, mentors 
Participant 13: Paralegal Belief in God & Relationships 
Participant 14: Paralei!al Family & Belief System 
Participant 15: Retired Police Family 
Lieutenant 
Participant 16: Retired Police Upbringing 
Sergeant 
Participant 17: Retired Postal Service Grandmother & Aunt 
Worker 
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Key Finding 3 
The third key finding of this study is most of the 17 participants exhibited positive on-
the-job behaviors despite negative experiences. In particular, the retired Postal Service Customer 
Service employee made the choice to overlook the negative circumstances and people to provide 
the 'best customer service possible.' The retired art teacher expressed negative experiences 
throughout the course of her career. She chose to find other outlets such as volunteering as an 
ambulance worker. 
Key Finding 4 
The fourth key finding of this study was the lack of management support has not led to 
the absence of passion behaviors. The retired government agency employees all indicated 
minimal management support throughout their careers. Each made the choice to do the best job 
and make an impact in the people around them. 
Key Finding 5 
The fifth key finding in this study was passion is internal, enhanced or hindered by 
external factors and organizational culture. The participants all expressed the importance of 
knowing yourself first and self-assessment throughout the life of your career. Passion behaviors 
and traits are most evidenced when a person is fit in the right job. 
Key Finding 6 
The sixth key finding in this study is our behaviors and actions can have a significant 
impact over a period of time. During the interview with the retired Police Sergeant, he 
highlighted the passion traits of communication, cooperation and coordination. He introduced 
this concept in 1970 to his fellow Officers. According to the Police Sergeant, communication is 
to make known, to pass on the information and to transmit the information to the entire team. 
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Coordination involves the joint action in producing a result that brings teams together. 
Cooperation is all teams working together for the common good. In 2003, this philosophy was 
fully utilized by the security force on the campus of St. John Fisher College to solve a burglary 
investigation. Over 30 years later the philosophy had an impact on the lives of others. Appendix 
A is the article written by Mike McCarthy, Director of Security at St. John Fisher College 
highlighting the integration oftbe philosophy in the success of the investigation. 
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Chapter 5 
Discussion, Recommendations and Conclusion 
This case study sought to determine an objective definition of work-related passion. The 
purpose of this study was to discover examples and traits of work-related passion in the sample 
group of individuals and organizations. The focus of this study was to better understand the 
relationship of work-related passion to heightened energy, performance, and dedication at work. 
This chapter discusses the conclusions and key findings from the case study, and offers 
recommendations for the field of HRD. The chapter concludes with an objective definition of 
work-related passion. 
Brief Review of the Study 
The intention of this study was to conduct interviews with executive level, middle-
management level, front-line level employees, and retirees of for-pro.fit and not-for-pro.fit 
organizations, employees of educational institutions, and government agencies. There were 17 
employees interviewed in semi-structured, 60-minute face-to-face interviews. The interview 
questions were structured according to: who you are, what you do and where you work. The 
answers were presented in a table format in Chapter Four highlighting the key statements 
documented in the interviews. 
Discussion of Key Study Findings 
As highlighted in Chapter 4, there were six key findings in this study. The findings are 
based on passion traits and characteristics identified by the sample group interviewed. The study 
supported these six findings: 
1. Employees that exhibit passion characteristics are not predominantly one behavior 
style. 
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2. Family and upbringing influenced all study participants. 
3. Most participants exhibited positive on-the-job behaviors amidst negative 
experiences. 
4. The lack of management support has not lead to the absence of passion behaviors. 
5. Passion is internal and is enhanced or hindered by external factors and organizational 
culture. 
6. Our behaviors and actions can have a significant impact over a period of time. 
Discussion of Key Finding One 
As noted in Chapter 4, all participants are not predominantly one behavior style. The 
likelihood that the President, Principal and Police Lieutenant have a dominance behavior style is 
without surprise. The careers in these types of positions suggest the tendency for strong willed 
individuals to exhibit and be motivated by challenge and results. These three respondents held 
similar styles. The interesting response to what identifies passion characteristics in self and 
others came from the Police Lieutenant. He identified compassion as the key passion 
characteristic in self and others. The compassion trait is associated with the Steadiness behavior 
style, which is not typically found in the Police profession. The remaining participants exhibited 
behavior styles relevant to their job choice and observable behaviors throughout the interviews. 
The perception that certain careers are predominantly one behavior style did not bear evidence in 
this study. 
The implication of finding one to passion in the workplace suggests the importance of 
never concluding that only certain behavior styles will be successful in certain careers. The open-
mindedness and awareness of the employer will help enhance motivation and present potential 
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opportunities to employees. The importance of the avoidance of presumption may lend to a more 
productive atmosphere and impact the results of the organization. 
Discussion of Key Finding Two 
In Chapter 4, an overview of the influence of family and upbringing was presented. The 
17 participants indicated the impact of the family on who they are today. There was no 
distinction between the responses among the executive, middle management, front-line 
employees or retirees in this study. All indicated a level of impact of their family that continues 
to be a source of influence in their lives today. The president indicated the importance of 
questioning around family and values in the interview of potential candidates. He suggested the 
relationship between strong family connections to long-term commitment. 
The implications of key finding two in the workplace suggest the need for employers to 
consider flexible schedules to meet family needs. It was evidenced through the participant 
responses that family was Jinked to attitude and motivation toward the job. Individuals tended to 
be motivated by providing for their family. A flexible schedule to incorporate the needs of a 
family is an appealing benefit that a company should consider. 
Discussion of Key Finding Three 
Throughout the interviews, the participants exhtbited positive on-the-job behaviors 
despite negative experiences. The retired art teacher and the US Postal Service employee both 
shared negative experiences throughout the course of their career. Organizational politics and co-
workers who 'excelled without any care or concern for others around them' impacted the retired 
art teacher. She shared that she is in the process of healing from the experience. The retired 
teacher consciously made the choice to discover other outlets to help in the healing process. The 
US Postal Service employee identified bureaucracy and the attitudes of other workers as the two 
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primary negative factors throughout the course of her career. She made the choice to deliver 
quality customer service regardless of the external environmental factors. 
The meaning of key finding three for passion in the workplace is the responsibility of 
employees to be the eyes and ears of the organization. The reality is that there will always be a 
certain amount of negativity in any organization. This is a reminder that individuals can make the 
choice to make the difference in individuals with a listening ear or word of encouragement. 
D;scuss;on of Key Finding Four 
The fourth key finding in this study is the lack of management support has not led to the 
absence of passion behaviors. Most of the participants identified the presence of management 
support in their jobs. The most positive influence of management support was evidenced in the 
not-for-profit employees. The support of management helped each person to maintain a positive 
attitude and trust level to communicate openly. The paralegals stressed the importance of the 
support of the attorneys and their role as mentors. The government retirees all highlighted the 
lack of management support throughout the course of their careers. This did not hinder the 
employees from making the choice to exhibit passion toward their work and deliver quality 
service to the community. 
The implication of key finding four to the workplace is passion is not a determined by 
management. The individual choice to exlnbit passionate behaviors is determined daily and can 
positively influence others despite a lack of support. As noted by the paralegals, the role of 
mentors can have a significant impact in the life of an individual and organization. This finding 
contributes to the importance for managers to communicate regularly with their employees. The 
manager should provide appropriate opportunities for the expression of passionate individuals in 
the organization. 
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Discussion of Key Finding Five 
As noted in Chapter 4, passion is internal, enhanced or hindered by external factors and 
organizational culture. All of the participants knew themselves well and easily identified passion 
characteristics in themselves and others. The responses of the 1 7 participants indicated the choice 
to evaluate self first and then extend a positive attitude to others. The importance of self-
development and self-evaluation was communicated through the telecommunications company 
president and the retired Police Sergeant. Both suggested these factors as the key to long-term 
success. 
Passion behaviors and traits are evidenced when a person's natural behavior style is 
matched with the right job. The participants in the for-profit organizations seemed to be the most 
clearly matched behavior styles with their jobs. Of the 17 participants, the Director of Training 
in the not-for-profit organization and the Enrichment Specialist in the educational institution 
stated they are currently working in the.ir idealjob. 
The meaning of finding five in the workplace suggests the impact on the next generation. 
Only two of the 17 respondents are currently in their ideal job. This reality makes it clear that 
leaders and employers need to seriously consider the way the next generation is educated. 
Passion can be instilled and encouraged at a young age. The importance to encourage young 
children in the passion mindset may increase the likelihood of developing the skills and 
knowledge relative to the passion. The realization that some people may never discover their 
passion and purpose and find the right job is a clear call to action. 
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Discussion of Key Finding Six 
Our behaviors and actions can have a significant impact over a period of time. As 
highlighted in Chapter 4, the passion traits of communication, cooperation and coordination was 
a philosophy introduced by the retired Police Sergeant to bis fellow Officers in 1970. The 
impact of this philosophy was utilized by the St. John Fisher College Campus in 2003. Of the 17 
participants, the retired Police Sergeant and the retired art teacher are the most prominent 
examples of the impact of our behaviors, words and philosophies. The retired Police Sergeant 
identified communication, coordination and cooperation as key passion characteristics during the 
interview. The passion characteristics were the source of impact and Police and Security 
agencies continue to use this philosophy today. 
The retired art teacher experienced the impact of words and a system that were 
destructive channels of her passion. She began her career with "passion." The impact of 
organizational politics and the words of others eventually diminished and ultimately destroyed 
her passion from the inside out. She is in the process of healing. 
The meaning associated with key finding six is when passion is established from the 
inside out, it naturally extends into all facets of our life. The transformation of an individual, by 
experiencing something that is real to us, may have a life-changing impact beyond our 
expectations. 
Researcher Observations 
For-Profit Participants and Culture 
The researcher discovered during the course of the interviews with the seven participants 
of the for-profit organizations that this was the most relaxed group of individuals. The 
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participants were the most focused on the results, achieving the results as a team. These 
individuals were the least self-centered. The group exlubited the most balance in their family and 
work-life. The necessity of self-evaluation and self-development are directly linked to the level 
of passion they exhibit and maintain in their professional life. 
Not-For-Profit Participants and Cultw·e 
The not-for-profit participants were focused and influenced by the family atmosphere. 
The family atmosphere is characterized by the caring nature and autonomy among the 
employees. The individuals were focused on serving the people, with particular commitment to 
the vision and mission of the organization. 
Educational Institution 
The participants in the field of education were the most oriented toward creating the 
culture and the willingness to take risks. The negative experience of the retired art teacher 
relative to the organizational politics and destructive words of others, suggests the importance of 
communication early in the career. The retired teacher began her career with a strong level of 
passion for the job. The destruction of her passion may have been minimized if there was a 
different level of communication earlier in her career. 
Government Agencies 
The three participants all identified the lack of management support throughout their 
careers. Each made the decision every day to go above and beyond and maintain their passion 
throughout their career. A system and negative people do not have to destroy a passionate 
individual. The evidence of passion was observable during the course of the interviews with the 
retired Police Officers. Their behaviors and responses suggest that an individual's passion can 
remain alive after the job is finished and a system does not have to be a source of destruction. 
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Recommendations 
Leaders and Employers 
Passion drives performance. Leaders must identify the pass10ns underlying the 
achievements so as to evaluate how they may be built upon in the future. An employer can reach 
the potential to unlock a passionate employee through the identification of emotional triggers 
that are driving their employees. The employer or leader has a responsibility to become the eyes 
and ears of the employees. The employer and leader should be aware of opportunities for action, 
identify their employee skills and set reachable goals on an individual basis. 
The role of leaders and employers should be grounded in responsibility and 
accountability toward an action orientation and the execution of ideas. When the roadblocks are 
identified realistic expectations can be communicated. This will help draw out the best in 
employees and encourage the initiation of ideas to benefit the organization. Employers may want 
to consider regular communication and opportunities for feedback from employees. It is 
important for employees to perceive a caring, committed employer to become engaged in the 
work and organization. Leadership should become visible to employees to promote and 
encourage an environment of trust. 
The field of HRD 
There needs to be more research on the topic of work-related passion. The concept can be 
made available to HRD professionals through workshops, conferences and other venues that 
begin to get individuals to think about work-related passion and the potential benefits. 
The identification of roadblocks in an organization becomes the function of 
Organizational Development Professionals. HRD needs to consider performance outcomes and 
the willingness of employees. The function of OD can help recognize early warning signs of 
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employee disengagement and provide interventions to avoid burnout. A solutions-oriented 
leadership can provide opportunities for employees to be involved in helping the company reach 
its goals and objectives. It is important to integrate the function of OD into building a ''passion-
based" organization. 
The field of HRD can benefit from more research on the topic of work-related passion in 
the areas of recruitment, interviewing, selection methods, coaching, job rotation, developmental 
experiences, empowerment, engagement and organizational citizenship. The connection of a 
person's natural behavior style to the right job may be more likely to tend toward long-term 
commitment and productivity. 
Five Keys to Energizing the Workforce 
There are five keys that can be implemented in personal and professional life. The 
purpose of the five keys is to provide leaders, and professionals in the field of HRD with an 
understanding of building passion within individuals and organizational cultures. The five keys 
are self-development, awareness of verbal and non-verbal communication, creating an 
atmosphere of work and family balance, promote sociability and solidarity, and communication 
and contribution. 
Self-Development 
The key theme throughout this study was 'knowing yourself well.' Many of the 
participants emphasized the importance of self-evaluation and engaging in development 
opportunities. According to Goleman (2002) the awareness of emotional intelligence is important 
in the way we handle self and our relationships. A self-developed individual has the ability and 
choice to drive the emotions in a positive direction of the individual and group. 
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Awareness of Verbal and Non-verbal Communication 
The tendency of individuals to watch others' non-verbal behaviors is important in 
establishing a passion-based organization. According to Laurie Joslin, President of Unlimited 
Coaching Solutions, 55% of what we say is without words, 35% of what we communicate is 
through the tone of our words and only 7% of our words determine what we communicate. This 
is important for leaders and HRD professionals to be aware and increase communication with 
employees. 
The verbal coJTUnunication and an atmosphere of appropriate humor are important to 
creating an environment of openness and trust. In a study of 1200 episodes of laughter, the 
research found the laughter signaled trust, comfort and a shared sense of purpose (Goleman, 
2002). When used appropriately, humor separates the outstanding from the average individual 
The retired Police Officers shared many accounts of on-the-job situations and the use of humor. 
There was a clear sense of the value of humor throughout their careers and the bond that 
occurred among Officers as a result of the humor. 
Create an Atmosphere of Family and Work Balance 
The role and impact of the family was important throughout this study. Research 
indicates that an individual with a balanced work and family life is between 5-35% more 
productive (Taylor, 2005). When employers realize the significance of family life for 
individuals, it will lend to a greater willingness toward flexibility, positive attitude, and increased 
productivity. 
Promote Sociability and Solidarity 
An atmosphere of sociability or friendliness among members and solidarity or common 
tasks and goals, will help enhance a passionate workforce and envirorunent. A study of 2 million 
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employees at 700 companies found that the quality of relationships determines the length of 
employment and how productive a person will be (Goleman, 2002). The finding suggests the 
importance of recognizing the significant impact of creating opportunities to connect people. 
Communication and Contribution 
The importance of clear, regular communication is vital to building a passion based 
culture. Individuals need to have a clear avenue of communication to enhance long-term 
commitment within an organization. It is important for an individual to be a contributor to the 
solution and be willing to admit mistakes. The leader and employer should consider creating 
opportunities that match a person's natural behavior style with the job. 
Work-related Passion Definition 
The researcher has determined an objective definition of work-related passion based on 
the responses of the 17 participants. 
Work-related passion is a positive driving force at the core of an individual, 
characterized by a mindset and evidenced in attitude, dedication and performance in 
personal and professional life. 
What you do = function x where you work = environment x who you are = natural DISC 
behavior style. The result: enthusiasm = feeling and commitment = action. A person must be 
matched with the right position The workplace culture that promotes, supports and enables the 
match to be fully realized and expressed in performance has the potential to achieve a sustained 
energetic, productive, and satisfied workforce. 
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Future Research 
This study raises other questions for future research. A work-related passion study focus 
may include the examination of the amount of influence a job has on passionate individuals and 
organizations. The question of how a job enhances or hinders a passionate individual and 
organization should be considered. 
A second study would be to address if age and length of employment influence the level 
of passion in an individual. A focus on the specific passion traits, levels of passion, and changes 
based on personal and professional factors evidenced throughout the course of a career would be 
beneficial 
A third study focus would address how the next generation can be prepared to integrate 
the passion mindset and provide developmental opportunities. The emphasis of this study may 
include a practical application in an educational institution or youth-based organization. 
A fourth study would address the relationship of emotional intelligence to the 
sustainability of a passionate individual. This type of study may focus on the same level of 
employee in one or more organizations. 
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Conclusion 
This research study used a qualitative approach to objectively define work-related 
passion. This study identified characteristics and contnbutions of passionate individuals and 
organizations. The study provided insights relevant to employees of for-profit and not-for-profit 
organizations, educational institutions. and government agencies. 
Through open-ended interviews, the researcher was able to document responses to 
questions based on who you are, what you do and where you work. As an outcome, key findings 
and recommendations were presented that highlighted passion characteristics and contributions. 
The study laid the foundation for future research on the topic of work-related passion. 
In conclusion, identifying and living your passion will encourage you to fulfill your 
purpose and lead a productive and satisfied personal and professional life. In the words of Georg 
Wilhelm, http://www.quotationspage.com/subjects/passion, "Nothing great in the world has been 
accomplished without passion" (September, 2003). We have every opportunity to become who 
we were made to be and make a significant impact in the lives of others. 
A Closing Thought 
Excerpts from a Poem by Russell Keifer 
You are who you are for a reason. 
You're part of an intricate plan. 
You're a precious and perfect unique design, 
Called God's special woman or man. 
You look like you look for a reason. 
Our God made no mistake. 
He knit you together within the womb, 
You 're just what He wanted to make. 
You are who you are for a reason. 
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Appendix A: Lessons Learned In An Unusual Burglary Investigation 
Lessons Learned In An 
Unusual Burglary Investigation 
by Michael E. McCarthy, St. John Fisher College 
Communi-
cation, coordi-
nation, and 
cooperation 
are the key 
ingredients for 
successful 
police cases. George Ehle, a 
Sergeant in the Rochester Police 
Department's Crime Analysis Unit, 
now retired, used to preach that 
the success of police work de-
pended on integrating communica-
tion, coordination, and coopera-
tion among all levels of the pol ice 
function, at the officer-to-officer, 
platoon-to-platoon, precinct-to-
precinct and department-to-
department levels. In April 2003, 
Sgt. Ehle's motto gained yet an-
other notch for taking a predicate 
felon off the streets. 
The case started at St. John 
Fisher College's small suburban 
campus in Rochester, NY where 
most security issues centered on 
internal alcohol violations or 
student-on-student harassment 
matters. Thefts from students' 
rooms were rare, and usually 
involving roommates or floor-
mates, and were quickly resolved. 
However, when a rash of thefts 
occurred in one of our residence 
halls, Officer-in-Charge Wayne 
Cannon felt the pattern was larger 
and more sophisticated than our 
usual experience with thefts. 
Wayne drew on his years as a 
street cop, Investigator, and Cap-
tain in the Rochester Police Depart-
ment (RPO). He instinctively put 
the communication, coordination, 
and cooperation paradigm to work. 
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He was aware that RIT (Rochester 
Institute of Technology) on the 
other side of Monroe County had 
similar thefts a couple of months 
earlier. However, the thief had 
been apprehended and should 
have been in custody; however, a 
check with jail records discovered 
that their thief had been released. 
The investigation then took-on a 
two-pronged approach-looking 
internally to possibly a student 
within the building or an external 
career criminal. 
Wayne's crime analysis deter-
mined the thefts were occurring 
during the early morning hours 
between 5:30 a.m. and 6:30 a.m. 
with the possible entry into the 
building through unlocked doors or 
propped doors, and accessing 
unlocked students' rooms while 
they were sleeping. Initially the 
thefts occurred in only male 
students' rooms; however, eventu-
ally the thefts included both male 
and female students' rooms. Items 
taken in these burglaries included 
cash and credit cards. Wayne 
contacted RIT's Senior Investigator 
Gary Cannon, of their Campus 
Safety Department to further 
develop thei r M.0. and compare 
cases. A significant link was estab-
lished by following the stolen 
property. In both cases, the thief 
went directly to a specific gas 
station, bought gas with stolen 
credit cards, and followed up by 
charging groceries at a nearby food 
store, with the stolen credit cards. 
This analysis along with the 
link in M.0 with RIT, gave us a 
highly probable suspect. The final 
piece of probable cause came 
when the th ief walked past one of 
our surveillance cameras during his 
eighth and final burglary. Now we 
had the external suspect placed 
within one of our buildings. A 
surveillance detail was established 
during the targeted hours. The thief 
did not strike for a few days as the 
College was closed for the Easter 
Break. However, the Thursday after 
the break, after four days of unsuc-
cessfu l surveillances, we, again, 
conducted the surveillance with no 
results. The team returned to the 
office to start their normal duties. 
The early morning was briefly 
interrupted by a group of RA's who 
came into the office to present the 
midnight sh ift with a Security 
Appreciation Day poster and 
pastries. These RAs did not realize 
that a major event was about to 
occur that would heighten their 
appreciation for the security staff. 
Shortly after the RAs left the 
office, an older male entered the 
building and approached the 
person at the Security Desk - a 
non-uniformed security person. It 
was clear that this visitor did not 
realize he was approaching a 
security officer. The security officer 
immediately recognized the man 
from the burglar's description and 
surveillance photos. The man was 
carrying a handful of books and he 
asked the desk person if he could 
leave his books for the students to 
read. He explained that he had 
w ritten the books and thought the 
students would enjoy reading 
(Continued on Page 12) 
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them. With that explanation, he 
held up one book for the desk 
person to see. The officer saw the 
author's name printed clearly, 
confirming the visitor was our 
prime suspect in the burglaries. 
Having our prime suspect walk 
through the door and identify 
himself was too much to ask. The 
security officer was not going to be 
outdone for slickness and immedi-
ately started to show interest in the 
books. The desk officer realized 
that the suspect was outside of the 
office, next to the exit door, and 
was an easy flight risk. The plan 
was to keep him occupied, while 
security closed the gap of time and 
space and tried to get him to come 
into the office. The desk officer 
played up his enthusiasm for the 
author and asked him to come 
· around and show him the books. 
The plan worked. The author I 
burglar could not control his vanity 
and his celebrity status and walked 
right into the security office. He 
was led into an inner office, the 
door was closed, and before long, 
the burglar figured out that this 
meeting was not about the books. 
Three security officers con-
tained the suspect and ordered a 
fourth officer to call 911. Upon 
realizing that the police were on 
the way and he was going to return 
to jail, the burglar tried to escape 
by pushing officers out of the way 
and then tried to knock out an 
eight-foot high plate glass w indow. 
The w indow would not budge and 
the burglar had to be subdued and 
handcuffed. Two of the officers had 
their handcuffs concea led because 
they were in civilian clothes due to 
the survei llance detai l and the thi rd 
did not have his available because 
by now, it was shift change. W hen 
the officers reached for their 
12 
handcuffs, the cuffs 
were not in their usual 
place. In the stress of 
the moment, the 
officers forgot the cuffs 
were tucked away in a 
different location out of 
public view. The result 
was that they had to 
call another officer off 
the road to supply 
them with a set of 
handcuffs and at the 
same time hold the 
burglar down to 
prevent him from 
escaping. 
Off. Wayne Cannon communicating and 
coordinating with area campuses. 
The Monroe County Sheriff's 
Deputies quickly arrived and took 
custody of our burglar. He was 
arrested for three of the burglaries 
at the College. He was implicated 
in four other burglaries at three 
other area colleges and a nursing 
home. The burglar pied guilty to 
the burglaries and received 1 1 to 
22 years for being a predicate 
felon. 
This case with its unusual 
ending brought to light many 
reminders and lessons learned: 
,.. It highlighted Sgt. Ehle's com-
munication, coordination, and 
cooperation phi losophy 
through the information devel-
oped and shared by RIT and 
coordinated through the 
Monroe County Sheriff's Office. 
::;;.. It reminded us that the small, 
quiet schools were just as 
vulnerable as larger, higher 
profile schools. 
::;;.. Good crime analysis is essen-
tial when pattern crimes occur. 
> Based on the crime analysis, a 
specific targeted surveillance is 
a time-tested tactic and valu-
able investigative method. 
> Expect the unexpected - the 
last thing we expected was to 
have our suspect walk through 
the door at the security office. 
~ The officers that made the 
arrest knew how to react under 
challenging circumstances. 
Their train ing, experience, and 
savvy was not going to al low 
the suspect to leave before the 
police arrived. 
> When in a crisis, you do as you 
were trained to do. Two officers 
reached for their handcuffs in 
their usual spot and the cuffs 
were not there. The fact that the 
cuffs were secreted somewhere 
else on their body was lost. 
Another officer had to be 
called in to assist. 
:;;;... Surveillance cameras sealed 
the probable cause for the 
arrest. 
::;;.. A weak link in our access 
control determined the suspect 
was gaining access through a 
door that was unlocked early in 
the morning for food serv ice 
employees. 
(Continued on Page 14) 
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Burglary Investigation 
(Continued from Page 12) 
.> Students received a real life drama about the 
dangers of leaving their doors unlocked . 
.> The RAs and other students truly do appreciate 
good security efforts. 
Special acknowledgement to Wayne Cannon for 
his di ligent efforts in coordinating this investigation 
w ith the victims, other departments, and tracing the 
credit card trail. Also thanks to Wayne's brother Gary 
Cannon, Senior Investigator for RIT's Campus Safety 
Department for sharing valuable information. And 
thanks to lnvs. Tom VanThof and John Dorsey, Monroe 
County Sheriff's Office for pursuing these cases and 
presenting them for prosecution. 
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